This study investigates the mediating effect of emotional intelligence on the relationship between motivation, compensation, satisfaction, work climate and employees' performance. The sample consists of 96 field officials who were the government employees specializing in coping with the eradication of Dengue Hemorrhagic Fever (DHF) in the district of Jember, Indonesia. Results using path analysis reveal that all examined variables positively and significantly affect employees' performance. The study finds that emotional intelligence mediates the relationship of work motivation, compensation, work satisfaction, and work climate with employees' performance.
INTRODUCTION
Numerous studies have been devoted to examine the relationship between motivation, compensation, satisfaction, work climate, and the performance of employees (Manzoor, The current study analyzes the mediating effect of emotional intelligence on the relationship between motivation, compensation, satisfaction, work climate, and the performance of employees. This study is considered to be different compared to previous studies as it employs government employees with specific task. That is, the samples are government employees assigned specifically to eradicate the Dengue Hemorrhagic Fever (DHF) in the district of Jember, East Java Province, Indonesia.
The DHF is one particular disease, which is endemic in the district of Jember in which throughout the years its emergence is constantly rising. The number of DHF patients by the end of 2015 were 905 persons. Jember has a total of 3,293.34 km 2 and as of 2016, it has a population of more than 2.5 million with a density of 787.47 people/km 2 . Insufficient human resource, either in terms of quality or quantity, particularly the field officials, is believed to be the main cause of this problem (Jember Department of Health Affairs, 2016). The effort devoted to dealing with the disease in Jember district actually has been set out in the Regulatory Policy of Jember Regency, No. 188.45/222/012/2015. However, the government oftentimes faced several issues upon preventing and overcoming the disease. Those issues could probably result from the policy factors themselves (government, public, other health institutions) and also external factors (social environment). Nevertheless, one may argue that the issue occurred due to the mismatch between what is expected and what can be done by the field officials.
Evaluated from the number of officials, the field officials were limited in number when dealing with DHF or, simply put, they could not keep up with the required area coverage. This has been really influential to their performance, the indicators of which can be seen from the number of DHF patients, nearly reaching 1,000 persons. The prevention of DHF, which needs serious concern from the field officials, has to focus more on the area or region with dense population. The field officials are the component of human resource holding crucial role in improving task accomplishment. Thus, understanding what factors determine the field officials' performance is important not only for the department of health affairs, but also for other parties. The extent of government's program success is determined by the involvement of field officials in particular program (Caldwell & Spinks, 1993) . If the field officials possess high work motivation, their work performance will also peak, leading to successful prevention of DHF. Emotional intelligence is defined as the competence to recognize personal and others' feeling in motivating self and properly managing self-emotion or in taking part in social relationship (Goleman, 2006) . Therefore, emotional intelligence refers to the competence in recognizing our own and others' feeling, the competence for self-motivation, and the competence to properly manage personal emotion and social relation. Dann (2002) states that emotional intelligence is a personal competence to deploy emotions so as to aid problem solving in living his life and working better and more effective. This is in the same wavelength with the idea of Abraham and Shanley (1997) , which points out that individual with good emotional intelligence will gain optimal achievement and result.
Using a sample of 93 field officials specifically assigned to deal with the DHF, the study finds evidence that emotional intelligence significantly mediates the relationship between work motivation, compensation, work satisfaction, work climate and employees' performance. This finding suggests that emotional intelligence plays an important role in improving employees' performance.
The remaining of the paper is organized as follows. Section one presents the review of literature and the development of hypotheses. This is followed by research methods used in the study. Section three provides the results and discussion. Final section concludes the paper. Obicci (2015) has found that leader's work motivation determines the employees' work performance. Given the elaboration, the study proposes the following hypothesis:
LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT
H1: Work motivation positively affects employees' performance.
The success of performance upon achieving certain objective previously set is heavily dependent on presence of emotional intelligence among individuals with high motivation. If work motivation is present among employees and is supported by emotional intelligence, then work performance will excel (Patton, 1998 Purba (1999) opines that emotional intelligence represents the competence in emotional realm. It is the ability to cope with frustration, the ability to control emotion, optimism, and the ability to establish empathy with others. Individual with decent optimism poses fine emotional management and this will be influential for its performance. This is in line with Patton (1998) who advocates that effective emotion activation will lead to the success in establishing productive relation and achieving work satisfaction. Referring to the above elaboration, it becomes obvious that emotional intelligence will bridge work motivation and performance. Thus, the following hypothesis is proposed:
H2: Emotional intelligence mediates the relationship between work motivation and employees' performance.
Compensation, emotional intelligence, and performance
Nawawi (2005) . Other studies have found that fine compensation denotes motivation strategies to employees for improved performance (Yamoah, 2013) . Based on these arguments, we propose the following hypothesis:
H3: Compensation positively affects employees' performance.
Compensation alludes to everything an employee receives as reward to his performance. Sufficient compensation which is supported by emotional intelligence or emotional maturity will boost employees to improve their performance as expected (Chermis, 1998). Moreover, it is believed that employees' dissatisfaction to compensation received will accrue negative attitude and poor emotional condition, eventually leading to decreased performance or even poor performance. Controlled finance keeping abreast with employees' performance can accrue fine emotional intelligence and improved productivity (Martin, 2000) . Based on above explanation, it is clear that emotional intelligence will mediate the influence of compensation gain on performance. Thus, accordingly, the following hypothesis is formulated:
H4: Emotional intelligence mediates the relationship between compensation and employees' performance.
Work satisfaction, emotional intelligence, and performance
Work satisfaction represents one's attitude of an employee's profession. Someone with high work satisfaction will have positive attitude to his performance. On the other hand, someone who is not satisfied with his performance will have negative attitude to his performance (Robbins, 2002). As such, working condition denotes an activity which aims at gaining work satisfaction (Smith, 1975 H5: Work satisfaction positively affects employees' performance.
Work satisfaction emerges when there is harmony between profession characteristics and employees' expectation. Within this harmony, positive emotional intelligence will emerge, leading to fine performance (Cooper & Sawaf, 2001 ). In accordance with Robbins (2002), factors contributing to work satisfaction can be in the form of mentally stimulating work, fair reward, supportive emotional condition, friendly co-workers, and personality-profession harmony. Such conditions will spark one's more productive performance. Based on these elaboration, the following hypothesis is formulated:
H6: Emotional intelligence mediates the relationship between work satisfaction and employees' performance.
Work climate, emotional intelligence, and performance
Work climate will be very supportive to the emergence of optimal performance (Daresh, 1995 Following the aforementioned theoretical and empirical studies, the conceptual framework of this study is shown in Figure 1 .
RESEARCH METHODS
The population of the present study were all the field officials involved in dealing with DHF as the public servants of Jember Department of Health Affairs. All of the officials were given questionnaire distributed to offices in each sub-district. To test the hypotheses, the study applied the path analysis. The analysis is used to find out the direct and indirect effect of work motivation, compensation, work satisfaction, and work climate on employees' performance through their emotional intelligence.
RESULTS AND DISCUSSION

General description of respondents
As described previously, the study analyzed 96 usable questionnaires. Most of the respondents were male (66.7%). 
Results of path analysis
The Results of test on direct effect of work motivation, compensation, work satisfaction, and work climate on employees' performance are presented in Table 1 . As shown in Table 1 , the coefficient of all four independent variables have significant effect on employees' performance. These four variables positively and significantly affect the performance of employees. Thus, hypotheses 1, 3, 5, and 7 are accepted. 
The results of test on the direct, indirect, and total effect are displayed in Table 3 . It can be seen that each total effect of the independent variable is as follows: work motivation (29.2%), compensation (24.5%), work satisfaction (32.3%), and work climate (24.8%). In brief, the results of path analysis are shown in Figure 2 . Note: *** and ** denote significance at 1% and 5% level, respectively.
Figure 2. The path coefficient of direct and indirect effect
Note: ***, **, * denote significance at 1%, 5%, 10% levels, respectively. 
DISCUSSION
This research has found that work motivation positively and significantly affects employees' performance. This means that the higher the work motivation, the higher will be the performance of the employees. This finding is in support of previous studies (Sulthon, Emotional intelligence mediates the influence of work motivation and employees' performance. This means that the indicators of work motivation can escalate employees' performance sustained by emotional intelligence. The indirect effect of work motivation on employees' performance through emotional intelligence is 22.5%, while the direct effect is 12.3%. This means that the indirect effect of work motivation on performance through emotional intelligence is greater than the direct effect of work motivation on performance. This indicates that emotional intelligence mediates the effect of work motivation on employees' performance. We might argue that individual with good decent work optimism will pose the ability to manage his emotion, which will affect his performance. This notion is in line with Patton (1998) who claims that effective activation of emotion will result in established productive relation and work success.
Compensation affects employees' performance at moderate level. This means that the compensation indicators affect employees' performance. As mentioned previously, the samples of the study are government officials and act as the civil servant. We might argue that being a civil servant, he earns fixed salary as stipulated by government's regulation. In the case of field officials, compensation given by the government was already clear. Thus, it could be the case that the employees are working as a form of self-dedication or as a routine activity, rather than solely as a means of obtaining additional compensation.
The study finds that the employees' emotional intelligence statistically mediates the relationship between compensation and employees' performance. Simply put, compensation indicators can levitate employees' performance with the support of emotional intelligence. The direct effect of compensation on employees' performance reaches 2.6%, whereas the indirect effect of compensation on performance through emotional intelligence is 20.8%. In a sense, the indirect effect of compensation is greater than the direct effect of compensation without the support of emotional intelligence. In other words, emotional intelligence has the power to bridge the effect of compensation on performance.
Work satisfaction is found to have positive effect on employees' performance. This points out that the indicators of work satisfaction can escalate employees' performance. This means that if there are many aspects that are in line with employees' expectations and needs, the higher is the satisfaction, and the better their performance will be, or vice versa (Anoraga, 2005 
CONCLUSION
The study is aimed at examining the factors influential to the employees' performance. The tests were performed on a sample of 96 questionnaires generated from the government officials assigned to cope with Dengue Hemorrhagic Fever (DHF) in the district of Jember, Indonesia. The results using path analysis show that emotional intelligence mediates the relationship between work motivation, compensation, work satisfaction, work climate and employees' performance. Independently, work motivation, compensation, work satisfaction, work climate positively affect employees' performance.
Two limitations emerge and worth noting. First, the study is specifically carried out on the local government officials assigned on eradicating the DHF. Thus, the results of the study is very specific and suffer from generalization issue. Second, the field officials were directly in charge of overcoming DHF, but when there was no instruction or recommendation from the policy makers, then the officials could do nothing. Accordingly, future study may be carried out by making comparison between government officials of difference districts or by taking issues on performance assessment by the supervisors.
